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Abstract 
Modern schools need new generation teachers. Under previous teacher recruitment methods, teachers fail to meet school needs. 
Therefore, the researcher is interested in developing recruitment and selection processes for assistant teachers under the 
jurisdiction of the Bangkok Metropolitan Administration to obtain new generation teachers qualified to meet the needs of these 
schools.  Purpose of Study to develop the following for assistant teachers under the jurisdiction of the Bangkok Metropolitan 
Administration:  1) recruitment and selection processes; 2) teacher recruitment instrumentation and 3) Testing the quality of 
recruitment and selection processes. Sources of Evidence relevant concepts and theories, e.g. process development theories, 
personnel recruitment process concept system analysis theories and personnel selection concepts were used to define the 
conceptual framework for the study. Main Argument developing the aforementioned recruitment and selection processes 
comprised the following: 1. Teacher recruitment processes:  1.1 Steps for surveying and analyzing teacher manpower; 1.2 Work 
analysis and recruitment strategies with the GYO Program; 2. Teacher selection processes:  2.1 Instrumentation (capacity 
measurement forms); 2.2 Decision-making and evaluation processes; 3. Additional guidelines obtained from the study, namely, 
teacher graduates from institutions established by the Bangkok Metropolitan Administration without mandatory testing and 4. 
Qualified experts to test recruitment and selection process quality by expert reviews.  Conclusions 1) Recruitment and selection 
processes were developed in response to the needs of the persons involved; 2) Forms for measuring the capacity of assistant 
teachers were obtained and 3) Processes were tested for quality by qualified experts from expert reviews. 
© 2014 The Authors. Published by Elsevier Ltd. 
Selection and peer-review under responsibility of the Organizing Committee of WCES 2014. 
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1. Introduction 
    The research findings are expected to be able to be used as guidelines in solving the problems associated with 
recruitment and selection of teaching assistants under the jurisdiction of Bangkok Metropolitan.  The 
implementation of the findings can be divided into two phases comprising the short-term phase in which certain 
parts of the can be immediately carried out by making adjustments for suitability with the current recruitment and 
selection system for teaching assistants for Bangkok Metropolitan in the long run which will require time to make 
changes in the entire process for the recruitment and selection system for teaching assistants under the jurisdiction of 
Bangkok Metropolitan.  In addition, the research findings are expected to be able to be used as a new guideline for 
the recruitment and selection of teachers for organizations requiring teaching personnel with similar characteristics 
for future application and implementation. 
2.   Literature Review 
Gomez-Mejia and colleagues (2004) defined the term “recruitment” as the process of citing the sets of specific  
attributes for job applicants.  The first step of the process begins when companies advertise in labor markets to 
attract applicants possessing the attributes they advertise.  Potential applicants may be discovered inside or outside 
the organization, or both.  Selection means the process of either hiring or not hiring in what is the second step of the 
application process by considering the decision in terms of each case.  The selection process might be viewed in 
terms of the attributes or performance required by the organization.  Next, testing is performed by assessing the 
applicants based on those attributes based on work analysis.  The testing scores of the applicants differ.  
Furthermore, other interviews and tests in the selection process have cut scores.  Any applicant who achieves a 
lower score will be considered as not passing the selection. 
 
The present study employed various concepts and theories as shown in the following table: 
Table  1 shows the concepts and theories associated with the research. 
 
 
 
 
Process Development 
Theory 
 
System Analysis 
Theory 
 
Human Resource 
Recruitment Process 
Concept  
 
Human Resource 
Selection Process 
Concept 
Application of the 
Development of the 
Recruitment and 
Selection Process 
- Edwards’ Deming 
Cycle   
(W. Edwards Deming, 
1950) 
(PDCA)  is composed 
of the following: 
1. Plan  
2. Do  
3. Check  
4. Act  
 
 
- The components of 
Francis Heyighen’s 
system  ) Francis 
Heylighen ,1998(  
 comprise the 
following: 
1. Input 
2 . Process  
3 . Output  
4 . Outcome  
5 . Feedback   
6 . Environment 
- The principle is the 
need for good smart 
people who possess a 
high degree of abilities 
most suitable for the 
organization from the 
concept of Milkovich 
and Boudreau, 1994). 
- The principle is 
selection of multiple 
approaches in response 
to the strategy in 
recruitment and 
selection of human 
resources for the 
organization based on 
the concept of Dessler 
(Dessler, 2000). 
-  Use of the Deming 
Cycle in order to 
develop a recruitment 
and selection process 
at every step of the 
process.  
- Use of the system 
analysis theory to find 
guidelines for the 
development of a 
recruitment system. 
- Use of the human 
resource recruitment 
and selection process 
to find new guidelines 
for the formation of a 
recruitment process. 
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Many types of instruments are used in the recruitment process, but nine methods are commonly used in the 
following order (Gregory, 2004): 1 .  Questionnaires such as the PMPQ questionnaire, the OAI questionnaire, the F-
JAS questionnaire and the CMQ questionnaire;  2 . Assessment centers methodology; 3.  Employment interviews; 4. 
Cognitive ability test;  5. Personality and temperament tests; 6. Paper-and-pencil integrity tests; 7. Testing by work 
sample and situational exercises; 8. situational exercises;  9. In-Basket Tests. In finding the necessary components 
for developing the recruitment and selection process for teaching assistants under the jurisdiction of Bangkok 
Metropolitan, the researcher employed the professor competency concept of McClelland with the BEI technique 
(Behavioral Event Interviews ( in order to create an assessment form for measuring the competencies required for 
civil servants who are teaching assistance under the jurisdiction of Bangkok Metropolitan.  The meaning of 
professor competency was stated by Mc Cleaand (1973) who asserted that knowledge, skills and essential attributes 
for performing work successfully and outstandingly. 
3.  Research Methodology  
The research methodology was composed of the following two parts:  Part 1:  The use of qualitative methods, 
namely:  1) preliminary document studies; 2) structured interviews with  five Bangkok Metropolitan administrators; 
3) studies of best practices at four sites; 4) inspecting the quality of competency assessment forms by using focus 
group discussions with eight experts; 5 ) inspection of the quality of the process of developing a recruitment and 
selection system for teaching assistants under the jurisdiction of Bangkok Metropolitan holding public hearings from 
expert reviews with eight experts.  Part 2:  The use of quantitative methods, namely, 1 ) Creating a questionnaires 
for assessing the needs for the development of a recruitment and selection process for teaching assistants under the 
jurisdiction of Bangkok Metropolitan with the people involved, namely, 1) eight civil servants under the jurisdiction 
of the Personnel Division, Education Office, Bangkok Metropolitan and 2) Four hundred and thirty-seven school 
administrators under the jurisdiction of Bangkok Metropolitan. 
4.  Research Findings   
       1) A process was obtained for the development of a recruitment and selection system for teaching assistants 
under the jurisdiction of Bangkok Metropolitan in response to the needs of the people involved; 2) A form was 
obtained for assessing the competency of teaching assistants under the jurisdiction of Bangkok Metropolitan; 3) A 
process was obtained for qualitative inspection from experts by holding public hearings as shown in the following 
diagram:  
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Diagram  1 shows the development of the recruitment and selection process for teaching assistants under the jurisdiction of Bangkok 
Metropolitan by multiple approaches. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
      The above diagram explains that the recruitment and selection process for assistant teachers under the 
jurisdiction of Bangkok Metropolitan with multiple approaches is composed of the following:  1. The Teacher 
Recruitment Process, namely:  1.1 The steps for survey and analysis for teaching jobs;  1.2 The job analysis and 
strategy for recruitment with the GYO program; and 2 . The Teacher Selection Process, namely:  2.1 The Set of 
Instruments (Competence Evaluation Form); 2.2 The Decision-Making and Evaluation Process; 3. Additional 
guidelines obtained by the research, namely, the production of teaching graduates from institutes directly established 
by Bangkok Metropolitan with no requirement for aptitude testing; 4. Quality inspection of the process by experts 
by holding public hearings (expert review). 
 
 1.3  Process 
Development 
Assessment & 
Inspection for 
the 
Recruitment & 
Selection 
System 
       
 
3.1 Academic 
Inspection 
3.2 Policy 
Inspection 
3.3 Work 
Performance 
Inspection 
3.4 Performance 
Planning Quality 
Evaluation for 
the Development 
of the 
Recruitment & 
Selection Process 
for Teaching 
Assistants under 
the Jurisdiction 
of Bangkok 
Metropolitan.  
 
1. Use 
of 
De
ve
lo
Personnel 
Obtained 
through the        
   New 
Recruitment 
and Selection 
Process 
Development 
2.  Use of the Teaching Personnel Selection Development Process 
  Steps 
1.1 Recruitment Process 
Development 
1.2  Selection Process Development Processes 
Obtained 
1) Us
e 
of 
a 
S
2)  Use 
of 
the      
Proc
esses 
1.1 Teaching Job 
Survey & Analysis 
1.2 Job analysis  
Is composed of Job  
Description, Job  
Specification & Job 
Evaluation. 
1.3 Strategy for 
Recruiting with the 
GYO Program & the 
E-Recruitment Method 
2.1 The Set of Instruments is Composed of the Competence 
Assessment Form for Teaching Assistants under the 
Jurisdiction of Bangkok Metropolitan.  
2.2 The Decision-Making & Evaluation Process is Composed 
of the Evaluation of Six-Month Trial Performance Results 
Divided into the Following Two Phases:  Phase 1  )First 3 
months) Using the MSFS Technique and Phase 2  ) Second 3 
Months) Using the E-portfolio technique and inducting as 
Teaching Assistants under the Jurisdiction of Bangkok 
Metropolitan after Passing the Trial Period. 
 
 
1.4  Additional Recruitment 
Channels by Producing 
Bangkok Metropolitan 
Graduates Directly under 
Curriculum in Bangkok 
Metropolitan 
No Need for Competitive Testing; 
Ability to be Immediately Inducted as 
Civil Servant Teaching Assistants 
under the Jurisdiction of Bangkok 
Metropolitan. 
 
 
Additional 
Recruitment 
Channels 
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5.  Conclusion and Discussion  
     This study yielded research findings capable of answering all three research questions as follows:  1 )  A process 
was obtained for the recruitment and selection of teaching assistants under the jurisdiction of Bangkok Metropolitan 
in response to the needs of the people involved; 2) A form was obtained for assessing the competence of teaching 
assistants under the jurisdiction of Bangkok Metropolitan; 3 ) A process was obtained that has passed the inspection 
of experts.  In addition, data was obtained for the benefit of recruitment and selection of teaching assistants under 
the jurisdiction of Bangkok Metropolitan which can be implemented in the development of extended knowledge. 
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